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Abstract
The purpose of this paper is to develop a research framework and hypotheses based on
a thorough review of the conceptual and empirical research in organizational behavior
literature. Previous research has shown that there is an important relationship between
on-the-job, off-the-job embeddedness, organizational continuance commitment, and
employee’s intention to stay. Organizational continuance commitment is hypothesized
to have a mediating effect on the relationship between on-the-job, off-the-job, and
intention to stay. Implications for testing these hypotheses are articulated from research
and practice perspectives. Research framework from this paper will be used at the
preliminary stage of the research on ICT industry that can be expected to contribute to
the development of ICT workers in Malaysia.
Keywords: job embeddedness, organizational continuance commitment, intention to
stay, ICT industry, Malaysia.
1. Introduction
In Malaysia, online businesses are rapidly displacing the traditional method of carrying
out businesses amidst mortal and brick establishments. The Internet transports many
useful features which include full accessibility, speed, low cost, and user-friendliness
(Alias, Othman & Loon, 2017). The e-commerce and internet are spontaneously dispers-
ing globally, which brings different nations of the world together in a global network
economy. Due to the importance of the internet, many establishments in Malaysia are
converging towards the implementation of ICTs. Internet usage might be a serious
issue in improving a ﬁrm’s operational efﬁciency and market reach. The adaption and
adoption of ICT in all sectors will assist in the development of a country’s economic
growth (Alias et al., 2017). Likewise, the government has identiﬁed the ICT industry as
a key economic area that possesses potentials in boosting productivity and raises the
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country’s overall development. This has been initiated through the Eleventh Malaysia
Plan (2016-2020) in which Malaysia was recognized as a high-income country (Koen,
Asada, Nixon & Rahuman, 2017).
The contributions of the ICT services, media, and content subsectors to the GDP was
5.2% in 2010 and 5.5% in 2015 (Eleventh Malaysia plan: Driving ICT in the knowledge
economy 2015). Malaysia has taken the third position in the world’s most famous IT
outsourcing location after India and China for the last ten years (Yap, Lim, Jalaludin, &
Lee, 2016). Besides that, the ICT sector is one of the major sources of employment,
with about 60.9% of the total employment rate per annum. The share of ICT to the
economy increased to 18.2% in 2016 from 16.5% obtained in the year 2010 (Table 1.1).
Similarly, ICT contributed to GDP by 13.4% while e-Commerce contributed 4.8% in the
year 2016. However, employment in the ICT industry rose by 4.2% in the year 2016.
At the same year, ICT manufacturing recorded the highest employment with a share
of 39.7%, followed by ICT service, which was 27.9% (Department of Statistics Malaysia
2015).
Table 1: Percentage share of ICT to Economy, 2010-2016.
Years 2010 2011 2012 2013 2014 2015 2016
ICT 12.9 11.9 11.7 12.0 12.4 13.1 13.4
E-Commerce 3.6 4.0 4.2 4.4 4.6 4.7 4.8
Contribution of ICT 16.5 15.9 15.9 16.4 17.0 17.8 18.2
To economy (RM Billion) 135.3b 144.4b 154.6b 167.4 188.4b 206.1b 224.0b
Source: (Dep. Stat. Malaysia 2015-2017)
This study will focus on the ICT industry as it has a greater impact on the Malaysian
industrial sector. Besides this, the industry (ICT) may not be accomplishing their target
growth due to a lack of skilled professionals. In Malaysian ICT industries, the turnover
rate is often relatively high among certain groups of people such as professionals
(Lim, 2018). From the last decade to recent, most of the industries are facing the
issue related to an employee leaving (Latif, Delaila, & Saraih, 2016). According to the
Malaysian employment statistics, the ICT industry showed a 23.1% turnover rate which
was the highest of all the organizations in Malaysia (Radford, 2013-2016; Global salary
increase and turnover, 2015). It shows that turnover has become a serious problem
to the extent that the IT companies in Malaysia are facing the problem of retaining
their skilled employees. So, it is essential for IT companies in Malaysia to increase their
current employees’ decision to stay.
In order to investigate employee intention to stay, several motivations are employed
to clarify this technique. Most of the time, employers could not identify the reason
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why employees are quitting. Only practical information regarding employees to quit is
not enough to separate the terminations of voluntary and involuntary turnover. If the
termination records were undecided, then the results of studies can turn out to be
wrong (Govaerts, Kyndt, Dochy, & Baert, 2011). Furthermore, the decision to quit might
be non-work related issues (family, friends, community activity, etc.) which inﬂuence
them to go out of the workplace. In the meantime, Job embeddedness was estab-
lished as one of the best predictors of intention to stay so that the attempt has to
be determined to understand the relationship between this predictor variable to other
variables. Although, few studies had investigated the relationships among community
elements (ﬁt community, sacriﬁce community and link community), and organization
elements (ﬁt organization, sacriﬁce organization and link organization) which include
the employee intention to stay and continuance commitment in Asian’s environment,
especially in Malaysia’s ICT industries with the combination of job embeddedness and
social exchange theory. However, this present study investigates the divergence in the
knowledge ﬁeld by distinguishing this relationship (Ahmad & Daud, 2016). Because the
two parameters are in a relationship to stay, management of the organization needs to
appraise good continuance commitment to the society. Then, it is anticipated that the
investigation of these relationships on the intention to stay will provide full knowledge
of the best methods (Ramesh & Gelfand, 2010; Naim & Lenka, 2016).
2. Literature Review
2.1. Intention to stay
Intent to stay is clearly elucidated as the employees are willing to stay in his/her current
job (Naim & Lenka, 2017). Most of the previous studies explored job commitment and
conﬁrmed that when a member is committed to their work and are pleased with their
present job, their tendency of living is lower. In the literature on intention studies, the
terms leave and stay are being used interchangeably (Ngoc, Phuong, Chi, & City, 2018).
Various parameters can affect employees in the interpretation of intention; therefore,
when investigating turnover, investigators have a tendency of focusing on turnover
intention rather than employee’s actual intention to stay. Thus, intention suggests the
way an individual behaves in an unconstrained environment. Since the intention to
remain on a job is strongly predicted by the turnover, there is a high possibility that the
factors inﬂuencing worker’s intent would affect the turnover and retention (Zin, Pangil &
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Othman, 2012; Mika, Vanhala, Heilmann & Salminen, 2016). Therefore, the term intention
to stay has been employed for constancy and clarity in this current study.
Furthermore, in search of better control and understanding of the inconsistency in
the leaving measure, studies are focusing more on the reasons for staying rather than
questioning employees about the reasons for their leaving. Nevertheless, it is primarily
indicated that intentions are the best predictors of behaviours (Lee, Burch, & Mitchell,
2014). Besides that, retaining an employee in an organization is an important way for
human resourcemanagement (HRM) to encourage an aggressive beneﬁt for companies,
especially in ICT sectors in the current global market (Naim & Lenkla, 2016. Findings on
the advantage of securing employees in the IT industries had signiﬁcantly designated
that IT industries can acquire greater returns on assets, greater operating performance
and higher returns on capital used (Yap et al., 2016).
2.2. Job embeddedness
2.2.1. On-the-job embeddedness
There are three organizational drives in organizational embeddedness (OE) that make
workers remain on their jobs. These are ﬁt, links, and sacriﬁces (Mitchell & Lee, 2001).
The ability of an individual to attain the requirement of an organization and interested in
the reward of an organization is known as ﬁt. The level or kind of relationship a worker
has with his or her colleagues and performances at work is referred to as links. However,
the proﬁts a worker is willing to surrender if he or she is leaving an organization is called
a sacriﬁce.
Fit−organization: The feeling of being compatible or comfortable with an organiza-
tion, and the work environment is known as ﬁt (Mitchell et al., 2001). An employee’s
self-value plans and career goals for the hereafter should ﬁt together with higher
organizational culture and instantaneous demand from the worker’s job. Hence, the
stronger the ﬁt, the greater the possibility of the employees to professionally and
personally attached with their organizations. Besides, ﬁt to a ﬁrm also signiﬁes the
worker’s sensitivity of comfort with their ﬁrm. Employees take into account how well
he/she ﬁts into an organization. According to Terence & Lee, (2001), an employee
considers how well his or her plans, career goals, and values for the future ﬁt with
the higher cooperate culture and the demands of their current job. Thus, when the ﬁt
is better, and the employees perceived comfort with their organization, the possibility
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of the employees to be personally and professionally attached to his or her employing
institution become higher.
Links-organization: The links can be ofﬁcial or unofﬁcial associations an employee
has with institutions or others in the institution (Mitchell & Lee, 2001). It is a form of
connection between aworker and others, such asmembers of his or her team, superiors,
and his or her colleagues. The healthier the level of links, the more ﬁrm and close
individuals would be in their various operations in an organization. Also, link to the
organization signiﬁes personalities and familial relationships with other individuals in
the organization. Mitchell & Lee (2001) also suggested that as individuals have more
tenancy in the organization, they tend to have several connections with other individuals
(co-worker). Studies in organizational commitment had shown that commitment would
develop from normative pressures arising from the socialization process experienced
by the employee. Authors suggested that a worker who had been with their employer’s
ﬁrm for a longer period was more likely to have a deep-rooted relationship. Fong et al.
(2017) supported this notion by suggesting that organizational tenure would ensure the
creation of ties among the organization and their workers.
Sacriﬁce−organization: The cost of either material or psychological reimbursement
that a worker is willing to forfeit by quitting a job is the sacriﬁce organization. For
instance, it means quitting an organization possibly will lead to individual losses such
as surrendering colleagues, fascinating tasks, or ﬁnancial dividends. When a worker
discovers that what he or she is giving is signiﬁcant, the workers may not want to quit
the organization (Holtom, Tidd, Mitchell, & Lee, 2013). Although a worker may be so
concerned about salary and beneﬁts, the control costs, which include new health care
or pension plans, should be seriously considered. Other unthinking but very important
beneﬁts that potential sacriﬁces can bring upon individual are stability and improvement
regarding the job. Also, when a worker decides to remain on his or her job, beneﬁts
such as promotion or pension are thoroughly enjoyed (Albdour et al. 2014).
2.2.2. Oﬀ-the-job embeddedness
The communities embeddedness were presented by Mitchell et al., (2001) as workplace
external constraint that makes persons remain wherever they reside. This construct
usually inﬂuences both the work and family life of a worker. It includes the following:
institutional resources, transportation, the contiguous natural settings, neighbors’ and
demographic proﬁles (school systems), professional network services, and social sup-
port systems (Gonzalez, Ragins, Ehrhardt, & Singh, 2018).
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Fit-Community: Physically powerful bond to members of a close extended family
gives gratiﬁcation to the inhabitants as a result of the needs-supplies (babysitting,
family gatherings for holidays, dining, or birthday celebrations), thereby making mem-
bers remain in the immediate geographical location. Certainly, the community-saved
viewpoint of urban communities has been known to promote community ﬁts, such
as inclusion, compatibility, and belongingness (Mensele & Coetzee, 2014). Therefore,
this situation helps to establish employees or their close family members (children and
spouses) in a community where they reside. Also, ﬁt to community signiﬁes worker’s sen-
sitivity of comfort with his or her environment. Workers are considering how effectively
he or she ﬁts into the surrounding and community. The community and environment
can make individuals meaningful, which will improve an individual’s attachment to
them(Treuren & Fein, 2018). When the ﬁt is better, and the community is in comfort, it is
highly possible that the employees would experience a relationship with the institutions
that employed them.
Links community: Regular and strong quality relationshipwith loved ones (employee’s
parents and children’s cousins) through the social exchange of valued resources, gener-
ates unbreakable bond or links. It is asserted by Conservation of Resources (COR) theory
that the motivation of people to continually increase their resources will make them
desire to invest their resources in the most proﬁtable(Gonzalez et al., 2018). Closing to
family members is of great value to individuals (help with childcare and tasks) because
they will always want to promote relationships to strengthen links in order to continually
receive more beneﬁts including caring for elderly parents by the adult children (Darrat
et al., 2017). Additionally, a link to the community represents individuals’ formal and
informal relationships with their community. Scholar has described that a volume of
strand tied a worker and his families in the ﬁnancial, psychological, and social web that
includes non-work friends, groups, and community. When the number of the relationship
between the web and individual increases, the individual would become more tied to
his/her organization and job Mitchell et al., (2001).
Sacriﬁces community: Due to an excellent family bond that cannot be simulated
easily from the community, supplies from the loved ones turn out to be sacriﬁced (Ghosh
& Gurunathan, 2015). This kind of non-transferable assistance from kinships (siblings
lending emotional comfort during the divorce, retired parents who drive them to school)
are important to the concerned persons to meet the requirements of the job to reduce
any form of ‘family-to-work’ conﬂict. Also, because persons are encouraged to protect
the healthiness and emotional well-being of their family members (children’s health,
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spouse/partner’s health), individuals may not want to relocate their loved ones so as not
to forfeit the beneﬁts derived from the family members (Treuren & Fein, 2018).
2.2.3. Organizational continuance commitment
Organizational commitment is a common concept for education and commerce, as
shown through many previous studies. Though numerous studies have supported
organizational commitment, there are several points of contentions regarding explana-
tions, results, and the deﬁnition of the variable. Continuance commitment can improve
as personnel recognizes not only the cost of leaving but the manner their skills or
competencies have improved through their organization membership (Vandenberghe,
Panaccio, & Ben Ayed, 2011). What differentiates continuance from affective commitment
is that workers with higher affective commitment stay in their jobs because they intend
to stay while employees with higher continuance commitment stay because they must
remain in their job. Allen & Meyer (2001) have recognized that normative commitment
is a kind of commitment that deals with a feeling of moral responsibility to stay in an
organization. What all these three dimensions of organizational commitment commonly
possess is that they all signpost the level to which employees are willing to remain
in an organization. In this study, the one-dimensional technique was employed since
continuance commitment is mostly connected to employees’ decision to stay.
3. Research Framework and Hypothesis
The framework of this research stretches an explanation of how the variable connects.
The different variables for this are the independent, dependent, and mediator. Inde-
pendent variable inﬂuences and determines the effect of another variable with the
relationship of a mediator.
3.1. Hypotheses development
A hypothesis can be referred to as a hesitant description of sophisticated guess about
a result of the research problem, or likely result of the study (Sekaran & Bougie, 2016). In
another term, the hypothesis is described as a declaration suggested as an observation
or a knowledge but has not yet been proved or disproved(Rea & Parker, 2014).
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Figure 1: Research Framework.
3.1.1. Relationship between on-the-job embeddedness and intention to
stay.
H1: There is a signiﬁcant connection amongst intent to stay and on-the-job embedded-
ness in the organization.
On-the-job embeddedness is comprised of three dimensions; Fit organization, Link
organization, and Sacriﬁce organization in which all the elements of on-the-job embed-
dedness will have a positive relationship with employees intend to stay in an orga-
nization. Also, it is a proposition that these elements of on-the-job embeddedness
would inﬂuence the aim to stay. The more the ﬁt, link, and sacriﬁce between web and
person, the higher the bond between an establishment and an employee intention
to stay(Heritage et al., 2016). Moreover, when on-the-job embeddedness is higher,
satisﬁed employeeswould be less likely to turn away from their organization in relative to
when on-the-job embeddedness is lesser because employees being highly embedded
to their job draw more positive energy from being satisﬁed with it, which keeps them
away from leaving their organization.
Conversely, studies had shown a consequential negative correlation between inten-
tion to stay and on-the-job embeddedness (Meyer et al., 1991; Crossley et al., 2007;
Halbesleben & Wheeler 2008). On-the-Job embeddedness can estimate retention
rate more than ease of movement measure and perceived desirability. It had been
emphasized that satisﬁed employees and highly embedded are not likely to look for
another job opportunity (Ramesh & Gelfand, 2010). In contrast, embedded employees
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may be emotionally perplexed in unfavourable jobs, and this might lead to frustration
and loss of motivations as a result of the anxiety of losing their relationships with the
organization or sacriﬁces they would have to make if they should consider quitting
their jobs. Recently, the study centre of attention is on the positive portions of job
embeddedness, which are backbones that make people satisﬁed and to stay in their
jobs. Below are the sub-hypotheses depicted for the relationship between intention to
stay and on-the-job embeddedness.
H1𝑎: There is a signiﬁcant connection among the ﬁt organization and intention to stay
in the organization.
H1𝑏: There is a signiﬁcant connection among link organization and intention to stay
in the organization.
H1𝑐 : There is a signiﬁcant connection among sacriﬁce organization and intention to
stay in the organization.
3.1.2. Relationship between oﬀ-the-job embeddedness and intention to
stay.
H2: There is a signiﬁcant positive relationship between off-the-job embeddedness and
intention to stay in the organization.
Off-the-job embeddedness comprised of three dimensions; link, ﬁt, and sacriﬁce
community, which usually inﬂuences both the work and family life of a worker. Therefore,
it is very clear that individual has more off-the-job embeddedness will have less chance
to quit the organization due to more attachment. Based on this assumption, there
is the proposition that employee with high off-the-job embeddedness will require a
constructive connection in member decides to stay in an organization (Treuren & Fein,
2018). If the level of off-the-job embeddedness is more, there will be lesser turn away
from an organization by the satisﬁed employees in relative to a lower level of off-the-
job embeddedness because there will be no reason for leaving. Being strongly tied
to communities outside the workplace and satisﬁed with a person’s job can result in a
higher chance of staying in the job.
Despite the off-the-job embeddedness–turnover correlation had been invented
(Holtom et al., 2006; Mitchell et al., 2001), several studies had suggested that off-
the-job parameters are not essential in minimizing turnover intention compared to on-
the-job parameters for different reasons. Firstly, powerful community embeddedness
can stimulate soft turnover because an individual will possesses higher contact based
on local job opportunities. Secondly, off-the-job parameters can impose higher impact
DOI 10.18502/kss.v3i22.5108 Page 1025
FGIC2019
only when geographic relocation is necessary(Dawley & Andrews, 2012). Also, previous
studies had outlined that off-the-job parameters like integration in a community and
family are essential consideration why employees remain with an organization. Studies
provided the impacts of family attachments and work-family conﬂicts. Other non-
work commitments are hobbies and religion (Treuren, 2009). These parameters are
relationships to work teams, unions, or other colleagues; this was called constituent
commitments. The second hypothesis in this study is about the important connection
between off-the-job embeddedness and intention to stay in the organization. Below
are the sub-hypotheses depicted for the connection between intention to stay and
off-the-job embeddedness.
H2𝑎: There is a signiﬁcant connection among the ﬁt community and intention to stay
in the organization.
H2𝑏: There is a signiﬁcant connection among link community and intention to stay in
the organization.
H2𝑐 : There is a signiﬁcant connection among sacriﬁce community and intention to
stay in the organization.
3.1.3. Relationship between continuance commitment and intention to
stay
One major objective of this study is to identify the relationship between intention to
stay and continuance commitment. The relationship has previously been discussed in
a section. There are dense pieces of literature about the relationship between continu-
ance commitment and intention to stay in the organizations(Umoh, Amah, & Wokocha,
2014). Intention to stay and continuance commitment relationships have generally been
conceptualized within the ‘attitude-intention-behaviour’ approach. Accordingly, commit-
ment theory had suggested that the strength of an individual’s ties with the organization
determines how strongly he or she will engage in withdrawal cognitions, and ultimately
whether or not he or she will leave the organization (Allen &Meyer, 2001; Dyk & Coetzee,
2013).
Ruokolainen (2011) investigated a model for employee retention. Their study sample
involved 24,829 Chinese employees in the tourism and hotel industries. The obtained
results established that continuance commitment was part of the most very important
parameters considered in staying in an organization. Similarly, a study carried out in the
banking sector by Dyk & Coetzee (2012) showed a positive relationship between these
two concepts, it also established that corporate culture had a moderating impact on
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the relationship between continuance commitment and intention to stay. Another study
conducted by the Chinese researchers who got their surveyed data from nursing staffs
about the occupational commitment which is a modiﬁed type of organizational com-
mitment concluded that intention to stay and continuance commitment had a positive
relationship. However, age and job position are the mediating factors in this relationship.
Dyk & Coetzee (2012) studied the relationship between retention and organizational
commitment by utilizing surveyed data from 206 employees who work in the ICT and
medical companies situated in South Africa. Their obtained results reﬂected a signiﬁcant
positive relationship between the two parameters and make the claim that factors
including race, gender, tenure groups, and age can inﬂuence the relationship between
the two parameters. Thus, this present study expected that continuances commitment
will have a signiﬁcant positive relationship with the intention to stay in an organization.
H3: There is a signiﬁcant connection among intention to stay and continuance com-
mitment in the organization.
3.1.4. Relationship between on-the-job embeddedness and continuance
commitment.
H4: There is a signiﬁcant connection among continuance commitment and on-the-job
embeddedness.
On- the-job, embeddedness and continuance are tied in that they seek to deﬁne
the turnover of a worker in a ﬁrm. Generally, the study begins off with a turnover by
focusing on work attitudes like organizational commitment and job satisfaction. Job
embeddedness is independently related to turnover and other local turnover models.
Besides, continuance commitment is different from job embeddedness in that it is a work
attitude conceptualized to understand why workers quit. Notably, a study on turnover
moved away from forecasting why worker quit to understanding why workers stay and
incorporating on-the-job factors in this decision to stay.
Therefore, an employee may willingly stay due to personal investments that are not
transferable which include career investments and retirement investments, close work-
ing relationship with co-workers, unique acquired job skills known to the organization,
involvement in the organization, years of employment in a particular organization, and
other beneﬁts that make it too costly for one to leave and seek employment in other
places(Ferreira & Coetzee, 2013). This study expected that continuances commitment
will have a signiﬁcant relationship with on-the-job embeddedness in an organization.
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Below are the sub-hypotheses depicted for the connection between continuance com-
mitment and on-the-job embeddedness.
H4𝑎: There is a signiﬁcant connection among the ﬁt organization and continuance
commitment.
H4𝑏: There is a signiﬁcant connection among link organization and continuance
commitment.
H4𝑐 : There is a signiﬁcant connection among sacriﬁce organization and continuance
commitment.
3.1.5. Relationship between oﬀ-the-job embeddedness and continuance
commitment.
H5: There is a signiﬁcant connection among continuance commitment and off-the-job
embeddedness.
Continuance commitment describes the employees’ emotional attachments to be
involvedwith the organization and their goals. It emanates the employees’ and organiza-
tional value congruence. Due to this, it is normal for an employee to become emotionally
attracted to his/her job and continuing enjoyingmembership in the organization (Holtom
et al., 2006; Mitchell et al., 2001). Lee et al. (2014) stated the parameters that assist
in creating intrinsically rewarding occurrences for employees to be antecedents of
continuance commitment. These parameters are task signiﬁcance, identity, autonomy,
feedback concerning employee job performance, skills variety, perceived organizational
dependence, or support. Below are the sub-hypotheses depicted for the relationship
between continuance commitment and off-the-job embeddedness.
H5𝑎: There is a signiﬁcant connection among the ﬁt community and continuance
commitment.
H5𝑏: There is a signiﬁcant connection among links community and continuance com-
mitment.
H5𝑐 : There is a signiﬁcant connection among sacriﬁce community and continuance
commitment.
3.1.6. ”The mediation role of continuance commitment on the relation-
ship between on-the-job embeddedness and intention to stay.”
H6: Continuance commitment mediates the relationship among intention to stay and
on-the-job embeddedness.
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The three types of organizational commitment, which includes continuance, affective,
and normative earlier discussed, can produce various levels of relationship with the
different variable; intention to stay (Dockel et al., 2012). The outcomes from their study
established that continuance commitment corresponds intending to stay. However,
continuance commitment had the best relationship with the intent to stay. The role
of continuous commitment can be altered in the presence of different demographics in
young age groups; this type of commitment can be less proactive due to inexperience
about their value in the organization. The young employee has less likelihood to know
about the consequences of leaving the job. Similarly, another study conducted on health
professionals afﬁrmed that a continuance commitment had a constructive inﬂuence on
the intention to stay (Ahmad & Daud, 2016). The variables mediated in the study through
separation. Like the other two dimensions of organizational commitments, studies had
shown that continuance commitment had a noticeable afﬁrmative correlation with the
intention to stay. Also, job embeddedness construct symbolizes “a wider set of impacts
on the employees’ decisions to stay on their job” (Tanova & Holtom, 2008).
H6𝑎: Continuance commitment mediates the relationship among the ﬁt organization
and intention to stay.
H6𝑏: Continuance commitment mediates the relationship among links organization
and intention to stay
H6𝑐 : Continuance commitment mediates the relationship among sacriﬁce organization
and intention to stay.
3.1.7. ”The mediation role of continuance commitment on the relation-
ship between oﬀ-the-job embeddedness and intention to stay.”
H7: Continuance commitment mediates the relationship between intention to stay and
off-the-job embeddedness.
It is a feeling of accountability to continue with an organization” (Allen & Meyer, 2001).
Such a feeling of duty often emanates from what is called ”generalized values of duty
and loyalty.” This refers to a natural predisposition of being committed and loyal to an
institution like marriage, family, employment organization, religion, a country because
of cultural socialization that places a premium on devotion and loyalty to the institution”.
”This feeling of moral obligation is determined through the length at which a person
feels that he/she should be loyal to his/her organization, making a personal sacriﬁce to
criticize or improve it”(Dyk & Coetzee, 2012). Below are the sub-hypotheses depicted
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for the relationship between off-the-job embeddedness, continuance commitment, and
intention to stay.
H7𝑎: Continuance commitment mediates the relationship among a ﬁt community and
intention to stay.
H7𝑏: Continuance commitment mediates the relationship among links community and
intention to stay
H7𝑐 : Continuance commitment mediates the relationship among sacriﬁce community
and intention to stay.
4. Future Research and Implications
This study represents the research framework that will lead our empirical effort in
the area. The testing of this framework will contribute to the literature by examining
the relationship of job embeddedness, organizational continuance commitment, and
employees’ intention to stay.
Many contributions can be made to theory based on the outcomes of this study.
Firstly, the use of community psychology and sociological literature enrich the theory
of job embeddedness and provide a higher technique to understand the function of
community relationships and off-the-job embeddedness in organizational life. These
theoretical points of view enhance one another. Social points of view explain a means
the relationship between family and friends within a community inﬂuence the commu-
nity attachment; however, the theory of job embeddedness outlines the processes
by which community relationships join people to their workplaces. This study also
provides an improved analysis by differentiating the relationship with family and friends.
This provides a theoretical explanation of the distinct inﬂuences of family and friends
bonds on the workplace attachment and employees’ community. Hence, the current
study provides a new hypothetically driven understanding of work-life scholars and job
embeddedness in relation to the role of community relations in organizational life.
The result obtained from this study can help to enhance retention programs for both
employees and employers. Likewise, the acquired data can reﬂect the signiﬁcant factors
towards the employee intention to stay. This can assist the ICT companies in focussing
more on how the problem will be solved. Furthermore, this will assist the employers
in commencing preventive measures that can strengthen the relationship between
employer and employee, leading to an improve employee’s loyalty. Additionally, the
government can employ the results from this ﬁnding as a template for re-evaluating
the present policy in retaining an employee in an establishment. New policies in ICTs
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industries can be developed by the government, which can serve as beneﬁts and
compensations that will encourage more commitments from the employees. Moreover,
this ﬁnding can be generalized in other developing countries of a similar nature. Usually,
it would be difﬁcult to generalize the ﬁndings of one country to another, but ICT
industries are facing a similar type of problems and hurdles in almost all the developing
nations. Therefore, it could be considered as the case study of these nations. Findings
of this study can be customized according to the situation of the ICT industries in other
developing countries.
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